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CHAPTER I
INTRODUCTION
Rationale.—It is often asserted that greater black participation
in apprenticeship training will not mean very much in absolute terms in
giving employment to blacks since it is known that only a relatively
small proportion of journeymen serve apprenticeships. An estimated
10 per cent of all journeymen in the construction trades serve appren¬
ticeships.^ Furthermore, the 1963 Manpower Report of the President pro¬
jected that from 1960 to 1970 the crafts deriving the highest proportion
of their needs through apprenticeship, namely, the electricians, the
bricklayers, and the sheet metal workers would meet only 36 per cent ,
22 per cent, and 21 per cent respectively of their projected needs th*"ough
apprenticeship.^ Although no later study is available to determine if
these percentages are valid, they have been accepted by officials of
both the Bureau of Apprenticeship and Training and the building crafts.
Regardless of the aforesaid figures, apprenticeship training does
have significance for blacks. Apprenticeship training can be a way by
which blacks achieve relatively large increases in the number of
^George Strauss, "Apprenticeship: An Evaluation of the Need,"
in Employment Policy and the Labor Market, edited by Author M. Ross
(Los Angeles, Calif.: University of California Press, 1965), pp, 299-
300.
2u. S. Department of Labor, Manpower Report of the President. 1963
(Washington, D.C.: Government Printing Office, 1963), p. 108.
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apprenticeship positions they now hold. Greater black participation
provides the opportunity for more blacks to earn larger incomes. More¬
over, black participation in apprenticeship programs is the only way
that many blacks can develop their skills in a particular trade and become
journeymen in some of the more prestigious crafts.
This study is based upon the premise that a program which combines
instructions in theory with actual practice and controlled experience on
the job is the best means of skill development preparation for occupa¬
tions beyond the routinely manipulative. Well planned, properly super¬
vised apprenticeship can do these important things:^
1. provide the most efficient way to train all-around craftsmen
to meet present and future needs;
2. assure an adequate supply of skilled tradesmen, in relation
to employment opportunities;
3. assure the community of competent craftsmen, skilled in all
branches of their trades;
4. assure the consuming public of those quality products and
services that only trained hands and minds can produce;
5. increase the individual worker's productivity;
6. give the individual worker a greater sense of security;
7. improve employer-employee relations;
8. eliminate close supervision because the craftsman is
trained to use initiative, imagination and ability in
planning and performing his work;
9. provide a source of future supervision;10.provide the versatility necessary to meet changing conditions;
^U.S. Department of Labor, The National Apprenticeship Program
(Washington, D.C.: Government Printing Office, 1968), p. 3.
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11. attract capable young men to the industry; and
12. generally raise skill levels in the industry
In addition to the above, apprenticeship programs have several
advantages over other means of acquiring skills. Not only do appren¬
tices train for high-paying jobs, but they also end up having greater
stability of employment than the semiskilled construction worker, because
apprenticeship training is more general and not specialized narrowly on
particular aspects of a trade. Since the task which the semi-skilled
worker has learned may be automated out of existence, he is more likely
to become unemployed than the apprentice who has learned a variety of
skills and has mastered the theoretical aspects of his trade. Moreover,
in developing the range of skills normally considered apprenticeable,
the essence of apprenticeship is employment. For it is through actual
employment that most of the craft is learned, and without employment
opportunities there can be few apprenticeship opportunities. Thus:
Trends in apprenticeship must be interpreted in terms of
trends in employment. Most importantly, this means that
although trade schools can train for future needs—without
knowing exactly when the jobs will materialize—apprentice¬
ships usually do not. There must be a job before the appren¬
tice can even be put on.^
Unlike the vocational school student, the apprentice earns while
he learns the trade and gets first-hand experience in settings which
are likely to utilize the latest techniques. Moreover, the apprentice's
training is more ideally organized and more thorough than other training
techniques. The apprentice also has the contractual assurance of a
stated wage scale throughout his training, and is awarded a certificate
iDavid E, Christian, "The National Apprenticeship Program: Unfin¬
ished Business," Monthly Labor Review. 87(6) (May, 1964), 625.
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as proof of his training by the state or the federal government's
Bureau of Apprenticeship and Training.
Finally, the relative costs of apprenticeship training as compared
with other methods of acquiring skills are not known. However, appren¬
ticeship representatives argue that the cost to society of training
apprentices is probably much less than other forms of training.^ For
example, the head of the California Division of Apprenticeship Standards
reported in 1963 that in California the public cost of training an appren¬
tice was only $130.00 as compared with $1900.00 a year for comparable
skill development through educational institutions.^ If the California
experience is typical, apprenticeship training provides the nation with
a supply of skilled manpower at relatively low direct cost to the tax¬
payer.
Statement of the Problem.--The problem is (1) to determine the
extent of black participation from 1960 to 1970 in the apprenticeship
programs of plumbers, electricians, and sheet metal workers, working in
Atlanta, Georgia; (2) to analyze reasons for the paucity of blacks found
in these apprenticeship programs, and (3) to evaluate measures being
taken to promote equal apprenticeship opportunity in these trades.
Limitation of the Study.—The writer has not attempted to study
black participation in the apprenticeship programs of all construction
trades. For example, the writer has paid less attention to the trowel
Ilbid.. p. 628.
^U.S, Senate Committee on Labor and Public Welfare, The Role of
Apprenticeship in Manpower Development (United States and Western
Europe, 1963), pp. 1109-1112.
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and carpenter trades in which blacks are known to have had relatively
little difficulty entering and was chosen to concentrate on those three
of the building trades in which blacks have had the most difficulty
entering.
It has not been the purpose of this thesis either to describe such
things as the attitude of black youngsters in general toward apprentice¬
ship training, their overall performance in these stated apprentice pro¬
grams, or their performance on the job after they complete their train¬
ing. The rationale for this is that blacks have entered these appren¬
ticeship programs too recently to have developed a supply of workers
sufficient to constitute a statistically reliable sample.
In spite of the foregoing limitations, the writer feels that an
understanding of the various facets of the problem is sufficient to con¬
duct a study of the subject.
Definition of Terms.--To provide clearer understanding of this
study, the following terms are defined:
1. Apprentice--A worker who learns, according to a written
or oral contractual agreement, a recognized skill or trade
requiring two or more years of on-the-job training through
job experience supplemented by related instruction, prior
to the time that he may be considered a qualified skilled
worker. Apprentices are seldom over 30 years of age.
High school or vocational school education is generally
a prerequisite for entry into an apprenticeship program.
Provisions of apprenticeship agreement regularly include
length of apprenticeship; a progressive scale of wages;
work processes to be taught; and amount of instruction in
subjects related to the craft or trade. Apprenticeability
of a particular craft or trade is best evidenced by its
acceptability for registration as a trade by a State appren¬
ticeship and Training. Generally, where employees are repre¬
sented by a union, apprenticeship programs come under the
guidance of joint apprenticeship Committees composed of repre¬
sentative of the employers or the employer association and
representatives of the employees. In instances where committees
do not exist, apprenticeship agreement is made between appren¬
tice and employer, or an employer group.
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2. Journeyman—A term applied to a worker who has completed
a specified training program as an apprentice in learning
a trade or craft, or who can give written proof of a speci¬
fied number of years of qualifying experience for such trade
or craft.
3. Electrician—A specialist in the field of electricity. One who
installs, maintains, operates, or repairs electrical equipment.
A. Plumber—One who installs, repairs, and maintains piping,
fitting, and fixtures (as for sanitary, industrial, or domes¬
tic purposes.
5. Sheet metal worker--Fabricates. assembles, installs, and
repairs sheet metal products and equipment, such as control
boxes, drainpipes, ventilators, and furnace casings, accord¬
ing to job order or blueprints.
6. Craft union.—A labor union whose membership is limited to
workmen following the same craft.
7. Craft.—An occupation, trade, or pursuit requiring manual
dexterity or the application of artistic skill.
Review of Related Literature.--A number of developments during
the 1960's focused attention on the problem of equal apprenticeship
opportunities for minorities. Studies made by Governmental agencies
and civil rights organizations on the participation of blacks in unions
have drawn attention to the virtual absence of blacks from the programs
of many unions. For example:
A 1965 study of 989 construction industry contractors,
281 employer associations, and 731 unions by field teams
from the President's Committee on Equal Employment Oppor¬
tunity found that in thirty Southern cities, of 3,696
apprentices selected for plumbers, electricians, sheet metal
workers, iron workers, and carpenters only twenty-six were
Negroes and twenty of these were in the carpenters, a union
which is relatively accessible to Negroes, Negroes were
selected for the electricians' programs in Louisville and
Huntsville, and for the plumbers' in New Orleans, but
nowhere else in the South. The survey revealed not a single
Negro among the 441 apprentices selected for the sheet metal
workers' program and the 365 selected for the ironworkers.^
If. Ray Marshall and Vernon M. Briggs Jr., The Negro and Appren¬
ticeship (Baltimore, Md.: The John Hopkins Press, 1967), p. 29.
7
The United States Civil Rights Commission's Report on Apprentice¬
ship also confirms the virtual absence of blacks from many apprentice¬
ship programs until around 1960, This report revealed that in Cali¬
fornia and New York blacks constituted only 1.9 and 2.0 per cent of
apprentices respectively; in New Jersey, blacks held only about 0.5 per
cent of the apprentice positions.^ The Connecticut Commission on Civil
Rights reported blacks to constitute 0.7 per cent of apprentices in that
state in 1960.^ A survey of 1,000 apprentices in Tampa, Florida by the
Florida Advisory Committee of the United States Commission on Civil
Rights failed to disclose a single black.^ Although the count was
admittedly an approximate, Maryland Civil Rights officials reported find¬
ing only twenty blacks among approximately 2,400 apprentices.^
The need to get more blacks into skilled trades is indicated by
the United States Department of Labor's projection of nonwhite employ¬
ment and unemployment patterns. In an article written by Sophia Cooper
and Denice F. Johnson it is projected that between 1965 and 1980, the
nonwhite labor force is expected to increase by 41 per cent as compared
with an increase of 28 per cent for whites.^ These projections are
based on the high population increases expected among nonwhite youths.
As a consequence of these projections, "by 1980 nonwhites in the 14 to
lU.S. Civil Rights Commission, Report on Apprenticeship (Washing¬




Ssophia Cooper and Denice F. Johnson, "Labor Force Projections
by Color, 1970-1980." Monthly Labor Review. September, 1966, p. 965.
TABLE 1
NEGRO AND WHITE CONSTRUCTION APPRENTICE SELECTIONS IN SPECIFIED CONSTRUCTION TRADES
FOR SELECTED SOUTHERN CITIES, 1964
Sheet Metal
Plumbers Electricians Workers Ironworkers Carpenters
City Total Negro Total Negro Total Negro Total Negro Total Negro
Alabama
Birmingham 0 0 15 0 0 0 20 0 16 0
Huntsville 5 0 33 1 6 0 18 0 12 0
Montgomery 0 0 - - - - - 6 0
Arkansas
Little Rock 17 0 18 0 20 0 0 0 16 0
Florida
Jacksonville-Gainesville 79 0 - - 37 0 - - 30 0
Miami-West Palm Beach 168 0 231 0 114 0 62 0 297 10
Orlando-Cape Kennedy - - 142 0 26 0 113 0 137 0
Pensacola-Panama City 47 0 92 0 14 0 - - - -
Tallahassee 10 0 22 0 - - - - 2 0
Tampa 121 0 120 0 54 0 0 0 117 0
Georgia
Atlanta 33 0 38 0 28 0 29 0 24 0
Augusta 7 0 9 0 - 2 0 4 0
Columbus 6 0 2 0 1 0 - - 9 0
Macon 10 0 14 0 1 0 - - 8 0
Savannah 6 0 15 0 9 0 15 0 4 0
Kentucky
















Baton Rouge — - 0 0 - - 4 0 15 0
Lake Charles 13 0 15 0 3 0 17 0 2 0
New Orleans 19 4 25 0 6 0 5 0 27 3
Shreveport 16 0 6 0 - - 10 0 25 0
Mississippi
Gulfport 5 0 13 0 - - - - 5 1
Jackson 5 • 0 9 0 8 0 - - 5 0
Oklahoma
Oklahoma City 10 0 20 0 51 0 a 0 40 0
South Carolina
Charleston 8 0 16 0 11 0 10 0 20 0
Texas
Austin 4 0 5 0 - - 2 0 20 0
Dallas 51 0 22 0 24 0 10 0 125 5
Fort Worth 13 0 10 0 6 0 15 0 39 0
Houston 40 0 39 0 15 0 25 0 50 0
Port Arthur 4 0 14 0 2 0 7 0 18 0
San Antonio 10 0 15 0 5 0 1 0 19 1
Total South 792 4 978 2 441 0 365 0 1,120 20
Source: "The President's Committee on Equal Employment Opportunity," in The Negro and Apprentice¬
ship . F. Ray Marshall and Vernon Briggs, Jr. (Baltimore, 1967), pp. 30-31,
*'a' means the total number of applicants was unknown.
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24 age bracket are expected to constitute 14 per cent of the total
labor force as compared with 12.3 per cent in 1960."^ Coming at
a time of declining opportunities in the unskilled and semi-skilled
jobs, these projected increases make it obvious that unemployment rates
among black youth will continue to increase unless something is done to
bring about significant shifts in traditional racial employment patterns.
’.fliile there perhaps have been some significant changes in attitudes
in recent years, there can be little question that racial prejudices and
discrimination by unions have been major reasons for the absence of
blacks from apprenticeship programs. Sterling D. Spero and Abram L.
Harris in The Black Worker point out that unions accomplish two things
simultaneously when they refuse to accept apprentices from a class of
workers which social tradition has stamped as inferior.
It protects its 'good' name and it eliminates a whole class
of future competitors. While race prejudice is a very funda¬
mental fact in the exclusion of the Negro, the desire to
restrict competition so as to safeguard job monopoly and to
control wages is inextricably interwoven with it. '//hich is
more important would be difficult to say. But one can say
with some degree of certainty that the exclusion of white men
is due largely to the psychology of craft unionism while that
of the Negro is due to an interplay of craft union psychology
with the psychology of prejudice.2
F. Ray Marshall says that unions in the plumbing, sheet metal
work, and electrical trades have been able to bar blacks from their
unions and from better jobs in the industry through their control of
apprenticeship training and influence with some licensing boards.
llbid. pp. 966-967.
2sterling D. Spero and Abram L. Harris, The Black Worker (Port
Washington, N.Y.: Kennikat Press Inc., 1966), p. 56.
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These and other building trades unions have commonly re¬
stricted Negro employment to Negro neighborhoods or to
non-union work, in spite of the fact that unorganized Negro
workers pose a constant threat to union standards.!
Marshall goes further to say:
Although there has been some token relaxation of the racial
restriction of the plumbers and electricians in the South,
under pressure from the Federal government and civil rights
organizations, the basic pattern of exclusion has not been
disturbed much . . .
At this point, an important distinction must be made between
the policies of national and/or international unions and those of
local unions. International unions gain power and prestige from mem¬
bership expansion, whereas local craft unions often maintain the wage
and employment conditions desired by their members by restricting mem¬
bership. National unions also are more conspicuous and, therefore,
more vulnerable to moral pressures.
Some critics have asked why, if inte’*national and/or national
unions are sincere in their nondiscrimination policies, they do not
force their locals to admit blacks? Union leaders have replied that
they cannot do this because their locals are autonomous. This reason
is not entirely convincing because internationals do have varying
degrees of power over their locals. As a general rule, the inter¬
national's control over its local affiliates is determined by such
factors as (1) the nature of the market, (2) the political situation
within the union, (3) the size and importance of the locals involved.
!?. Ray Marshall, "The Negro in Southern Unions," in The Negro
and the American Labor Movement, ed. by Julius Jacobson (Garden City,
N.Y.: Doubleday and Co., 1968), p. 145.
^Ibid.
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(4) provisions in the international constitution relating to the owner¬
ship of property, and (5) the relative ease of establishing trusteeships
over the local by the international. The nature of the market is a par¬
ticularly important distinction between industrial and building trades
locals. The localized nature of the construction industry gives the
building trades considerable autonomy while industrial locals are often
less autonomous because nationwide markets require national coordination
in collective bargaining.
While the foregoing evidence suggests widespread racial discrimi¬
nation, it should be emphasized that racial restrictions are not due
entirely to racial reasons. F. Ray Marshall, the author of The Negro
Worker. a book that deals with the belief that the resolution of racial
labor conflicts requires an understanding of the underlying factors in¬
fluencing black employment conditions, states:
Craft unions are likely to have strong feelings of property
rights in their crafts and their unions. They believe that
these property rights have been won through years of training
and fighting to build and strengthen unions. Any encroachment
on either their jobs or their traditional union practices is
likely to be resented whether the encroachment comes from the
international union, government, or civil rights organizations.
In short, much of what appears to be discrimination by building
trades unions is in reality resentment at outside pressures.
In these circumstances, while discrimination is obviously also
a factor, union members are less likely to be motivated by
racial prejudices than determination to win the contest against
outside interference.!
The reasons for the lack of black participation in apprentice¬
ship programs have been studied most extensively by F, Ray Marshall
and Vernon M. Briggs, Jr. Published in 1967, The Negro and Apprentice¬
ship is the most comprehensive book to date on the subject. Their
!f, Ray Marshall, The Negro Worker (New York, N.Y.: Random House,
1967), p. 81.
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evaluation of blacks in apprenticeship programs in ten metropolitan
areas has produced several reasons why blacks are so poorly represented
in apprenticeship programs. They state that local union leaders have
political reasons for controlling apprenticeship training and resisting
the entry of blacks.^ Another important motive behind the exclusion of
blacks has been nepotism. The father-son relationship has been particu¬
larly strong in some of the building trades unions. Young blacks attempt¬
ing to enter apprenticeship programs sometimes are also barred by the
tests used to select apprentices. Cultural forces perhaps have been the
most important factor in the exclusion of blacks from apprenticeship
programs.
Union-Negro conflict had its roots in Slavery and Reconstruc¬
tion. And, through the years, the blacks' main problem has
been their lack of political and economic power to force whites
to share the job opportunities with them.2
All of these factors are further examined by the writer as they relate
to this thesis and the findings are presented in chapter four.
Referring to Harry Kursh in Apprenticeship in America, blacks do
have a chance. The picture is not entirely bleak. In order to enter
apprenticeship programs blacks must (1) improve their education and
(2) seek assistance from school counselors, local and state employment
offices, and the local chapter of the National Urban League.^
l-Marshall and Briggs, p. 35.
2f. Ray Marshall, "Unions and the Negro Community," Industrial
and Labor Relations Review, Vol. 17 no. 2 (January, 1964), 179.
%arry Kursh, Apprenticeship in America (New York, N.Y.; W. W. Nor¬
ton and Co., Inc., 1958), p. 99.
lA
Finally, one organization in particular, the Workers' Defense
League, has had considerable success in placing non-whites into build¬
ing trades apprenticeship programs.^ Th® Workers' Defense League is
a private non-profit organization which in conjunction with the A. Phillip
Randolph Fund, has developed a program of pre-apprenticeship recruitment
and training for placing minority group members in building trades appren¬
ticeship programs. Since 1967 the program has been financed in large part
by Federal funds.
Methodology.--Since no single organization had all of the sources
of information necessary to do a complete study on the subject, appoint¬
ments were set up and several organizations and agencies were visited.
Documents, studies, and other works pertinent to this study were reviewed
from the files of the following agencies and organizations: the Regional
Office of the Bureau of Apprenticeship and Training, the Regional Office
of the Bureau of Labor Statistics, the Bureau of Employment Security,
the Equal Employment Opportunity Commission, the Southern Regional
Council, the Atlanta Urban League, Local 613 of the International Brother¬
hood of Electrical Workers, Local 72 of the Plumbers and Steamfitters'
Union, and Local 85 of the Sheet Metal Workers' Union. The descriptive-
analytic approach has been employed in recording the findings, conclu¬
sions, and implications.
Three area high school counselors were interviewed to get their
opinions of apprenticeship programs and to gain some insight as to the
advice they give black youngsters concerning apprenticeship programs,
lEdward C. Pinkus, "The l^forkers' Defense League," in Programs to
Employ the Disadvantaged, ed. by Peter B. Doeringer (Englewood Cliffs,
N.J.: Prentice-Hall, 1969), p. 169.
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particularly the three that are being studied.
In addition to the high school counselors, several other persons
were interviewed. These persons included a black apprentice and black
journeymen (to learn how they entered the trade), and white apprentices
and white journeymen (to learn how they entered but, more importantly,
to gain some insight into their explanation for the paucity of blacks
in their crafts). The writer wanted to interview several black appren¬
tices in the electrical, plumbing and sheet metal work apprenticeship
programs. However, with so few black apprentices in these programs,
the writer was able to locate only one black apprentice who happened to
have been in the plumbers' program.
Although the writer sought to obtain some uniform kinds of infor¬
mation from each interviewee, a structured questionnaire was not used
because the writer wanted the interviewees to tell their own stories.
The comments and opinions obtained by these methods are incorporated
into this study.
CHAPTER II
THE NATURE OF THE APPRENTICESHIP SYSTEM
Registration.—A study of black participation in apprenticeship
programs requires an understanding of the apprenticeship system itself.
This chapter outlines the apprenticeship system as it relates to the
three programs under study. Public policy on the apprenticeship system
will be presented first. Then the structure of the system and the require
ments for admission to the electricians'* plumbers' and sheet metal workers
programs will be discussed.
The basic Federal law establishing apprenticeship policy is the
National Apprenticeship Act of 1937, popularly known as the Fitzgerald
Act, which is administered by the Bureau of Apprenticeship and Training
(BAT) of the United States Department of Labor. The Bureau maintains
a field staff and offices in every state, and its main function is to
promote apprenticeship programs by giving technical assistance to unions
and employers who determine their own requirements and administer their
own programs within the framework of broad standards laid down by the
BAT or state apprenticeship councils. In this case, programs of the
plumbers, electricians, and sheet metal workers in Atlanta are adminis¬
tered within the framework of standards set by the BAT since the State of
Georgia does not have a state apprenticeship council.
The Bureau of Apprenticeship and Training is assisted by the Federal
Committee on Apprenticeship (FCA), which is authorized by the Fitzgerald
16
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Act and which comprises five representatives each from labor, manage¬
ment, and the Office of Education.
Public recognition can be given to any apprenticeship program by
a state apprenticeship agency or by the Bureau of Apprenticeship and
Training through registration of the program with either of these agen¬
cies. There are, however, minimum standards that have to be met in order
for any program to become registered. The programs of the Atlanta elec¬
tricians, plumbers, and sheet metal workers had to meet the following
BAT guidelines.^
1. The starting age of an apprentice to be not less than sixteen
years,
2. Full and fair opportunity for all persons to apply for appren¬
ticeship.
3. Selection of apprentices on the basis of qualifications alone.
4. A schedule of work processes in which an apprentice is to
receive training and experience on the job.
5. Organized instruction designed to provide the apprentice with
knowledge in technical subjects related to his trade (a minimum
of 144 hours per year is normally considered necessary).
6. A progressively increasing schedule of wages.
7. Proper supervision of on-the-job training with adequate
facilities to train apprentices.
8. Periodic evaluation of the apprentice's progress, both in
job performance and related instruction.
9. The maintenance of appropriate records.
10. Employee-employer cooperation.
11. Recognition for successful completion.
lU.S. Department of Labor, Setting up Apprenticeship Programs
(Washington, D.C.: Government Printing Office, 1966), p. 7.
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12. Non-discrimination in all phases of apprenticeship
employment and training.
While there are advantages in having an apprenticeship program
registered, these advantages seem to be of rather marginal importance.
One advantage of having registration is the recognition which the certi¬
ficate of completion bestows on the journeyman. The graduate of a
registered apprenticeship program knows that his training is a passport
to jobs in geographic areas other than his own because his certificate of
completion attests to his completion of specified minimum standards.
Little use apparently is made of wage advantages even though Federal
and State minimum-wage regulations permit registered apprentices to be
paid less than the minimum wage. The Davis-Bacon Act of 1931 which pro¬
vides for the establishment of prevailing wages on Federal construction
projects allows apprentices to be paid less than journe3raien. If a program
loses its registration, however, apprentices must be paid the journeyman
rates.
Registered apprenticeship programs also may confer the advantages
of military deferment for apprentices.
State selective service directors are authorized to accept for
deferment purposes apprentice training programs which meet its
regulations. The request must be accompanied by a certifica¬
tion from the registration agency that the program has been in
operation at least one year, and one or more apprentices have
been in training during that time in each occupation covered.^
Although deferment presumably can be granted to apprentices in non-
registered programs, those that are in the registered ones are automati¬
cally eligible for deferment.
lU.S. Department of Labor, The National Apprenticeship Program
(Washington, D.C.: Government Printing Office, 1968), pp. 7-8.
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There are also two other advantages of registration. Veterans
who wish to continue their education by way of the apprenticeship route
can receive educational funds from the government only if the apprentice¬
ship programs they enter are registered.^ Finally, registered programs
give some advanced indications of the skilled labor force available to
such industries as may contemplate locating or relocating in a particular
area.
Structure.—The basic structures of apprenticeship systems of the
electricians, plumbers and sheet metal workers are the same. As shown
in Figures one, two, and three, representatives from employer associ¬
ations and from craft unions made a labor agreement which established
the joint apprenticeship and training committee. These committees on
both national and local levels are composed of members from labor and
industry, half of whom are appointed by the employers' associiztion to
represent the employers, and half of whom are appointed by the union.
The local joint apprenticeship and training committees for the elec¬
tricians' , plumbers', and sheet metal workers' industry are composed
of three, four, and three representatives respectively from both labor
and employer associations. These local committees in conformity with
policies, standards, and procedures established by their national
counterparts, make local rules and establish requirements governing the
selection, qualification, and training of all apprentices.
Each of the three crafts being studied has an apprenticeship coordi¬
nator. The coordinator is selected by the apprenticeship committee and
1Julian Palmer, private interview held with Regional Representa¬
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FIGURE 3
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acts on behalf of the joint committee to assure an effective and success¬
ful apprenticeship program. The coordinators are paid through training
trust funds established jointly by the employers' association and the
union.
Coordinators assist the committees by screening apprentice appli¬
cations and arranging for apprentice interviews and test by indenturing
selected applicants, maintaining apprentice record files, arranging various
meetings and ceremonies, consulting with employers, maintaining trust-fund
records, and performing many other duties connected with administering
and promoting the apprenticeship program. The joint committee in no way
relinquiehes any of its prerogatives by employing an apprenticeship coordi¬
nator. On the contrary, many of the onerous tasks otherwise handled by
the joint apprenticeship and training committee can be delegated to a coordi¬
nator by the committee.
The apprentice selection process for the Atlanta electricians',
plumbers' and sheet metal workers' programs vary only slightly. The appren¬
tice in the electricians' and the plumbers' programs must not be less than
18, nor more than 25 years of age. Sheet metal worker applicants, how¬
ever, can be 17 to 26 years old. An exception to these age limits can
be made for honorably discharged veterans. In such cases the age of the
veteran shall be considered to be his present age less the number of
years he has served in the armed forces.
Applicants for each of the three programs must be (1) high school
graduates or possess a certificate of equivalency, (2) have a record of
physical examination or satisfactory evidence of physical fitness, and
(3) be a United States Citizen or in the process of naturalization.
2A
All applicants who meet the preliminary qualifications on age
and education are required to take and pass an aptitude test. During
the period for this study, applicants also had to take and pass a mathe¬
matics test. As of this writing, however, the mathematics test has been
eliminated. Nevertheless a background in science and mathematics is
desirable.
Applicants for the local plumbers program are referred to the
Manpower Administration of the Department of Labor for aptitude testing.
Electrical applicants must make a qualifying grade on the test as pre¬
scribed by the joint apprenticeship and training committee for the elec¬
trical industry. The aptitude test for applicants to the local sheet
metal workers' program is given by the Georgia State Employment Service.
Upon satisfactory completion of the aptitude test, applicants are
ranked according to their score. The applicants, then, are interviewed
by their respective joint apprenticeship committee, and the applicants
with the highest evaluation scores are accepted into the apprenticeship
program to fill the apprenticeship vacancies which are available at that
time.
After an applicant for apprenticeship has been selected, but
before being given employment as an apprentice, he has to sign an appren¬
ticeship agreement with the joint apprenticeship committee. This agree¬
ment, which is registered with the Bureau of Apprenticeship and Training
upon acceptance by the selected applicant, states that an applicant for
apprenticeship must agree to train in accordance with the apprenticeship
standards, including: (1) that he will work with the intention of learn¬
ing all phases of the trade and (2) must be willing to combine classroom
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training with on-the-job training.
Electrical apprentices are required to complete 8,000 hours of
employment. This may require more than four years to complete in view
of possible employment lapses. The work experience must also be supple¬
mented by completion of a total of 708 hours of related classroom instruc¬
tion at Atlanta Area Technical School.
Similarly, an apprentice in the sheet metal workers' program must
complete four years (approximately 8,000 hours) of reasonably continuous
employment. In addition to the training received on the job, the sheet
metal apprentice must attend evening school at Atlanta Area Technical
School for two 2% hour classes per week during the first two years and
three classes per week during the third and fourth years.
The Atlanta plumbers' program is slightly longer than the other
two. Plumbing apprentices must spend 10,000 hours in the field under
a qualified journeyman over a five year period. They must also complete
206 hours of classroom instruction for each year of their apprentice¬
ship. Unlike the other two programs, the Atlanta Plumbing & Pipefitting
Joint Apprenticeship Committee offer related classroom instruction in
their own facilities instead of at Atlanta Area Technical School.
Finally, apprentice in each of the three trades are paid a progres¬
sively increasing scale of wages based on a percentage of the journeyman
wage rate. However, these increases in wages are not automatic for
any apprentice. Instead, periodic examinations are given by the appren¬
ticeship committees to determine if the apprentice is making enough
progress on the job and in related instructions to warrant an increase
in his wage. The following tables illustrate the starting
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pay for the Atlanta electrical, plumbing, and sheet metal worker appren¬
tices for a six year period.
TABLE 2
*
WAGE RATES FOR ELECTRICAL APPRENTICES AND JOURNEYMEN
Years Hourly Wages
Apprentice Journeyman






*Data from annual Agreements between Atlanta Chapter
National Electrical Contractors Association and Local Union
613 of the International Brotherhood of Electrical Workers.
WAGE RATES
TABLE 3
FOR PLUMBING APPRENTICES AND JOURNEYMEN *
Hourly Wages
Years Apprentice Journeyman
1965-1967 $ 2.40 $ 4.00
1967-1969 2.85 5.25
1969-1971 3.40 6.85
*Data from Agreements between Atlanta Chapter National
Association of Plumbing, Heating, and Cooling Contractors and
Local 72 of the United Association of Journeymen and Appren¬














*Data from Agreements between Central Georgia Sheet Metal Con¬
tractors Association and the Atlanta Sheet Metal Workers Local Union
No. 85.
Note: For all three apprenticeship programs the apprentice initially
makes 40 per cent of the journeyman's rate. Near the comple¬
tion of the program he makes 80 per cent.
CHAPTER III
THE EXTENT OF BLACK PARTICIPATION IN THE THREE
ATLANTA APPRENTICESHIP PROGRAMS
Before surveying the amount of black involvement in the Atlanta
joint apprenticeship committees' apprenticeship programs for electri¬
cians, plumbers, and sheet metal workers, a discussion of the labor
force employed in the construction trades for the Atlanta area is in
order.
The April 1970 population estimate of metropolitan Atlanta
as found by the U. S. Census Bureau was 1,390,164 for a gain
of 36.7 per cent since the 1960 census. This population is
disbursed among the five county Atlanta, Georgia standard
metropolitan statistical area of Fulton, Dekalb, Cobb, Clay¬
ton and Gwinnett and includes a black constituency of 314,015
or approximately 22.5 per cent. Further analysis shows that
the total labor force in the Atlanta area is approximately
700,000 persons; all but 19,000 of whom are nonagriculture.
In addition, the contract construction industry accounts for
the employment of approximately 41,500 persons. Of this
total, black journeymen employees represent 23 per cent.^
This percentage of black journeymen in the construction industry is
practically equal to the percentage of blacks in the Atlanta Metropoli¬
tan area. Consequently, one may initially think that the construction
industry is performing well in the practice of equal employment oppor¬
tunities for minority members. However, a closer scrutiny of Table 1
lu.S. Department of Labor, Office of Federal Contract. Affirma¬
tive Action Program to Assure Compliance with Equal Employment Oppor¬
tunity Requirements of Executive Order 11246 for Federally-Involved
Contractors, pt. 60-8, Atlanta.
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shows that blacks are over represented in the trowel trades while grossly
under represented in several of the more prestigeous crafts. The result¬
ing opinion is that although Atlanta has acquired a reputation for having
more enlightened racial policies than most other Southern cities, the
city exhibits some characteristics which are not too enlightening.
In 1962, the Southern Regional Council, a long-established
Atlanta-based civil rights organization, reported that there were no appren¬
ticeship programs--integrated or segregated--for blacks in the electrical,
plumbing, and sheet metal work trades in Atlanta.1 Although union offi¬
cials in these three trades are reported to be more receptive to change
as a result of civil rights ferment, not many concrete changes have taken
place since the council's report.
Tables 5, 6, and 7 on the next three pages show the amount of black
participation in the electriciansJ plumbers,' and sheet metal workers'
apprenticeship programs in Atlanta, Georgia from 1960 to 1970. As shown,
some of the data from 1960 through 1963 for the electricians and the
plumbers programs were not available. This lack of data is due to the
fact that local joint apprenticeship committees were not required by the
Bureau of Apprenticeship and Training during this time to maintain com¬
plete apprenticeship records. As a result, these two committees did not.
It was not until 1964 that apprenticeship committees were required to
maintain complete records. Nevertheless, the omission of some of this
data does not necessarily detract from the study.
iThe Southern Regional Council, Atlanta Report by the Southern
Regional Council on the Negro and Employment Opportunities in the South.
(April, 1962), p. 3.
TABLE 5
■k
ESTIMATED CONSTRUCTION EMPLOYMENT IN METROPOLITAN ATLANTA FROM 1960 TO 1970
TOTAL AND NONWHITE
OCCUPATION 1960 Per Cent 1970 Per Cent
Total Construction Total . Nonwhite Nonwhite Total Nonwhite Nonwhite
Industry:
All Occupations 26,469 6,065 + 22.91+ 41,472 9,501+ 22.91+
Boilermakers 12 0 0 20 0 0
Carpenters 3811 294 7.71 4801 370 7.71
Cranemen, Hoistmen, etc. 111 12 10.81 182 20 10.99
Electricians 944 13 1.38 1604 22 1.37
Plumbers & Pipe Fitters 1120 81 7.23 1504 108 7.18
Sheet Metal Workers 279 5 1.79 439 7 1.59
Masons, Tile Setters, etc. 1713 628 36.66 2272 883 38.86
Painters & Paperhangers 1712 269 15.71 2051 322 15.70
Glaziers 78 12 15.38 55 9 16.36
Plasterers 282 239 84.75 247 209 84.62
Cement, Concrete Finishers 267 226 84.64 426 361 84.74
Structural Metal Workers 138 9 6.52 222 15 6.76
Asbestos, Insulator Workers
Excavating, Grading Machine
54 INA 80 INA
Operators 887 INA 1287 INA
Roofers and Slaters 223 INA 314 INA
Craftsmen and Kindred 154 17 11.04 284 31 10.92
Drivers and Deliverymen 884 325 36.76 1218 448 36.86
All Other Occupations 13,800 INA 24,466 INA
+ Approximates
*Letter from Walter 0. Brooks, Director Employment Security Agency Georgia Department of Labor,
Atlanta, August 11, 1971.
TABLE 6
*




































1960 INA INA 0 INA 0 INA 0 INA 0 0
11961 INA INA 0 INA 0 INA 0 INA 0 0
1962 INA INA 0 INA 0 INA 0 INA 0 0
1963 INA INA 0 INA 0 INA 0 INA 0 0
1964 32 75 0 63 0 38 0 32 0 0
1965 25 153 0 132 0 65 0 25 0 0
1966 38 320 0 299 0 139 0 38 0 0
1967 56 235 12 204 3 99 0 56 0 0
1968 96 397 29 340 15 178 2 96 1 1.04
1969 71 383 33 347 19 169 2 71 2 2.82
1970 60 487 23 417 13 214 3 60 2 2.63









































1960 INA INA 0 INA 0 INA 0 INA 0 0
1961 INA INA 0 INA 0 INA 0 INA 0 0
1962 INA INA 0 INA 0 INA 0 INA 0 0
1963 INA INA 0 INA 0 INA 0 INA 0 0
1964 33 83 4 70 0 41 0 33 0 0
1965 28 91 2 76 0 50 0 28 0 0
1966 29 118 3 106 1 59 0 29 0 0
1967 32 125 5 103 3 52 0 32 0 0
1968 49 133 8 112 5 60 0 49 0 0
1969 47 147 9 121 5 57 4 47 4 8.51
1970 44 176 9 153 6 77 4 44 4 9.30
*Data from Atlanta Plumbers and Steamfitters Joint Apprenticeship & Training Committee, Minutes of
Meetings of the Committee 1960-1970 (Mimeographed.)
TABLE 8
APPRENTICESHIP APPLICATION AND SELECTION IN THE ATLANTA*




































1960 20 83 0 71 0 40 0 20 0 0
1961 17 64 0 59 0 26 0 17 0 0
1962 13 59 0 51 0 27 0 113 0 0
1963 20 90 0 81 0 31 0 20 0 0
1964 26 82 0 72 0 39 0 26 0 0
1965 33 97 0 86 0 49 0 33 0 0
1966 28 93 1 81 1 42 1 28 1 3.57
1967 17 78 3 65 1 38 1 17 1 5.88
1968 27 110 13 91 4 51 2 27 2 7.41
1969 48 132 13 101 8 60 1 48 1 2.08
1970 22 91 16 78 11 44 3 22 1 4.55
*Data from Atlanta Sheet Metal Workers Joint Apprenticeship & Training Committee, A List of Minority
Applications and Designations VI and Minutes of Meetings of the Committee 1960-1970. (Mimeographed)
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The first year that blacks applied for electrical apprentices
positions was 1967. In that year there were twelve black applicants.
Only three took the aptitude and the mathematical tests. All three
failed to make a passing score of 70 on the mathematics test. Of the
twenty-nine black applicants in 1968, five did not take either of the
tests, nine took only the aptitude test in which two failed. Fifteen
blacks passed the aptitude test and took the mathematics test. However,
only two passed the mathematics test. These two also passed the oral
interview, but only one was indentured into the program. The other appli¬
cant was accepted but decided not to enter the program. In 1969, of
thirty-three black applicants, nine did not take any tests, five of
twenty-four passed the aptitude test but did not take the mathematics
test. Nineteen took both the aptitude and the mathematics tests. However,
only two blacks passed the aptitude, mathematics and oral interview and
were indentured into the electricians' program. A similar pattern occurred
in 1970. While there were twenty-three black applicants, only thirteen
took the aptitude and mathematics tests. Four applicants did not take
any tests, and six took only the aptitude test. From the original twenty-
three applicants, only three passed all the tests and only two were inden¬
tured. The third applicant who passed the test was also accepted into
the program, but he changed his mind without giving a reason. The blacks
indentured into the program in 1968 and 1969 later dropped out of the pro¬
gram.^ The reasons for all three drop outs were not documented. However,
iMemorandum from National Joint Apprenticeship and Training Com¬
mittee to Secretaries, Chairmen, Business Managers, Chapter Managers,
Training Directors and Others, Jan. 8, 1971.
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the writer was informed by the program coordinator that one of the
three dropped out of the program to take a job at the post office.^
Black plumbing apprenticeship applicants have also had very little
success in getting into apprenticeship programs. Of the three appli¬
cants in 1966, only one took the aptitude test and the mathematics test.
However, this applicant failed to make a passing score on the mathematics
test and thus became disqualified. In 1967 five blacks completed appli¬
cations for the program but only three took the tests. All three passed
the aptitude test but failed the mathematics tests. The following year
one black applicant did not take the tests, two took and passed the apti¬
tude tests but did not take the mathematics test, and five took both
tests. However, none passed the mathematics test. As a result of the
Atlanta Urban League's tutoring program, significant progress was made
by black youngsters in 1969 and 1970. In 1969, two of the nine black
applicants did not take the aptitude test, two failed the aptitude test,
while five took both tests. Of these five, four passed both tests, the
oral interview, and were accepted into the apprenticeship program. Simi¬
larly, in 1970 there were nine black applicants. One applicant didnot
take the aptitude test, one failed the test, and one passed the apti¬
tude test but did not take the mathematics test. However, six blacks
took both tests and four passed. These four were indentured into the
program. According to information received during an interview with the
O
coordinator, two of these eight blacks quit the program. No reason was
IWalter Griffin, private interview held with the Electricians'
Joint Apprenticeship Coordinator, Atlanta, Ga., March 2, 1972.
2preston E. Lawler, private interview held with the Plumber's
Joint Apprenticeship Coordinator, Atlanta, Ga., March 3, 1972.
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given for their quitting. However, as of this writing, one of the two
who quit has since been re-admitted.
The sheet metal workers' apprenticeship program had one black
applicant in 1966. This applicant passed all requirements and was in¬
dentured into the program. In 1967, two of the three black applicants
passed the aptitude test but did not show up for the mathematics test.
The other applicant passed all requirements and was also indentured.
Thirteen blacks applied for the apprenticeship program in 1968. Four of
these blacks did not show up for the aptitude test, two failed the test,
while three others passed the aptitude test but did not take the mathe¬
matics test. Of the four blacks who took both tests, two passed. These
two also passed the oral interview and were indentured into the program.
In 1969 there were also thirteen black applicants. Three did not take
the aptitude test, two took the test but did not qualify, while eight
took both tests. However, as shown in Table 8, only one of these eight
passed the mathematics test and was eventually indentured. There were
sixteen black applicants in 1970. One of these sixteen did not take
the aptitude test. The others who took this part of the examination
passed it. However, four of these applicants did not take the mathe¬
matics portion of the examination process. Of the eleven blacks who
took the mathematics test, three made a passing score. These three also
passed the oral interview. However, only one of the three was inden¬
tured into the program. The sheet metal apprenticeship program had
forty-four qualified applicants for 1970 but started a class of only
twenty-two because of the lack of work.^ Hence the two blacks not
iBased on Data from a List of Minority Applications and Desig¬
nations VI (mimeographed.)
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indentured were among those applicants who were qualified but not taken
into the program. A certified letter was sent to all applicants to see
if any that were qualified and not indentured in 1970 wanted to be put
back on the list of qualified applicants for 1971, however, the two
blacks did not reply to the latter.^ Of the six blacks who were indentured
into the program from 1966 to 1970, one graduated, one met with an untimely
death, and the others are still in the program.^
^Ibid.
O
Willie F. Elrod, private interview held with Sheet Metal work
Joint Apprenticeship Coordinator, Atlanta, Ga., March 3, 1972.
CHAPTER IV
REASONS FOR THE LACK OF BLACK PARTICIPATION
IN THE THREE APPRENTICESHIP PROGRAMS
The rate of black unemployment in the Atlanta area has rather
consistently been approximately twice the unemployment rate of the
white labor force. Data for the full 1969 fiscal year indicates that
this has been a situation of long standing, particularly in the City
of Atlanta, where unemployment for blacks in this area is 7.3 per cent
while white unemployment is less than half that figure, 3.4 per cent.^
Based upon a statistical submission by the State of Georgia
Department of Labor, in excess of 38,000 minority group persons are
classified as underutilized, as employed part-time for economic reasons
employed full-time with total family income below the poverty level, or
excluded from the active work force altogether solely because of employ
ment barriers.^ Thus, although blacks have been statistically under¬
represented in the electricians', plumbers', and sheet metal workers'
apprenticeship programs, it appears that this is not due to any lack of
available qualifiable black applicants.
As noted earlier, racial prejudice and discrimination by unions
have been major reasons for the absence of blacks from the Atlanta




electricians', plumbers', and sheet metal workers' programs. It must
be pointed out also that employers have been guilty of racial prejudice.
Employers traditionally have felt that blacks were suited primarily for
hot, dirty, or otherwise disagreeable unskilled jobs and not for the
highly skilled jobs.
Even though racial prejudice has been responsible for the absence
of blacks from the three apprenticeship programs, the unions' motives
to exclude are also based on some nonracial factors. For one thing, the
local unions attempt to control the supply of labor in order to main¬
tain their wage rates. The construction industry is plagued by a sense
of job insecurity stemming from rates of unemployment which are con¬
sistently much higher than the average rates. Therefore, in order to
protect their jobs, most skilled construction unions, including the
Atlanta electrical, plumbing, and sheet metal work unions, attempt to
control the supply of labor. One method of doing this is to control
entry into their apprenticeship programs.
The local electrical, plumbing, and sheet metal worker unions
also are interested in establishing and maintaining his standards of
qualification for their apprentices because they realize that job con¬
trol requires a supply of competent workers. As George Strauss has
emphasized:
Unions also want well-trained men because the presence of
unskilled men in the union makes the business agent's life
more difficult. Unskilled men are harder to place, unskilled
men are far more likely than skilled men to insist on various
types of featherbedding, and internal schisms develop as the
unskilled insist that job opportunities be shared equally.!
^Strauss, p. 320.
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As mentioned in Chapter I, local union leaders also have political
reasons for controlling apprenticeship training and resisting the entry
of blacks. Since the union is a source of jobs, the Atlanta electrical,
plumbing and sheet metal work organizations, like other locals, have been
closely controlled by their members and business agents and therefore have
been very reluctant to accept any apprentices who would not be acceptable
to their members.
Although the writer could not determine to vAiat extent nepotism
prevailed in the three Atlanta craft unions during the past decade, nepo¬
tism has been an important motive behind the pattern of racial exclusion
in these crafts. The Regional Representative of the Bureau of Appren¬
ticeship and Training says that:
Nepotism appears to be diminishing in the local electrical,
plumbing, and sheet metal work unions. However, in the past
it was defended by local union officials on the grounds that
it assured a supply of competent craftmen. Some of the union
members argued that one of the assurances that apprentices
would not drop out of their training programs is the craft
tradition which comes from having relatives in the trades.
Another prevalent attitude among union members during the
early 1960's was that a strong sense of craftsmanship which
comes from long association with the trade is a prerequisite
to excellence in any skilled trade. Moreover, local unionist
in the three crafts have felt that their sons and relatives
were more likely to this feeling of craftsmanship than a young¬
ster 'off the street' who was merely looking for a job.l
From the Civil War through the 1960's, the only skilled occupa¬
tions in which blacks in Atlanta were able to maintain their positions
with any success were those in which they performed services in the black
community or in which blacks were too numerous to be excluded by whites.
1Julian Palmer, private interview. March 2, 1972.
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The main crafts which blacks have continued to practice were those
which had relatively stable technologies. For example, blacks have
held a relatively significant share of trowel crafts in the Atlanta
area.
Status also has been an important factor in union racial exclusion.
In the hierarchy of jobs in the Atlanta construction industry it has gen¬
erally been understood that, with few exceptions, certain inferior jobs
would go to blacks. Because of this racial prejudice of the white com¬
munity, blacks were excluded until recently from jobs such as electri¬
cians, plumbers, and sheet metal workers.
As a consequence of these job limitations, black employment patterns
became deeply entrenched and have therefore become difficult to change.
Not having worked in a variety of skilled jobs, blacks in the Atlanta
area became stereotyped for certain jobs by employers, white workers, and
even themselves. Moreover, since blacks have traditionally lived in
segregated neighborhoods and have gone to segregated schools, they have
rarely learned about occupations with few or no blacks in them, despite
the publicity given them by local civil rights organizations such as the
Atlanta Urban League and the Southern Regional Council.
According to Marshall and Briggs, very few school counselors any¬
where have advised black youngsters to apply for apprenticeship open¬
ings.^ This appears to be no less the case among the counselors in the
Atlanta area schools. Of the three counselors interviewed by the writer,
two had at least eight years of experience while the third had five years
iMarshall and Briggs, p. 38.
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of counseling experience.^ Only one of the counselors admitted to
having advised a student to apply for an apprenticeship opening in one
of the three crafts (electrical) during the period of the study. In
general, each counselor felt that the apprenticeship system is a good
way, if not the best way, to train a person who has the potential to
become a skilled craftsman. However, all three felt that the sponsors
of these programs discriminate against the black youngsters to the point
of near total exclusion. By in large, they were critical of the union
standards and tests.
All three counselors interviewed admitted to having had limited
knowledge about the apprenticeship system until recently when pressure
by the Labor Department persuaded apprenticeship sponsors to adopt affir¬
mative action plans (as discussed in the next chapter). From the inter¬
view, only one counselor admitted to having been familiar with the
activities of the Bureau of Apprenticeship and Training during the period
of this study.
Some social agency representatives have to an extent been critical
of high school counselors. One recruiter with the Atlanta Urban League's
Apprenticeship Outreach Program shared this opinion with the writer.
High school counselors rarely inform the student about appren¬
ticeship. When they do inform students of apprenticeship
programs, it is the student making the low grades who gets
counseling in this direction. The students with high grades
are encouraged to go to college. This is bad counseling
because the marginal high school graduate is just as likely
to fail the apprenticeship training course as he is to fail
in college. What apprenticeship people want are the better
students who are mechanically and mathematically inclined.
iHarper, Murphy, and Price High Schools, Atlanta, Ga., interviews
with three high school counselors, March 28, 1972.
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But since counselors are college graduates themselves, it
is no wonder that they show partiality to the white collar
and professional occupations.!
It is no wonder then that black youngsters have not aspired to the
skilled trades as a choice of vocation. Many of those who were quali¬
fied to enter these programs either aspired to white-collar jobs or
wanted to get jobs with immediate higher earnings than the starting pay
for apprentices.
To gain some insight into the white craftsman's views of why there
are so few blacks in the electricians, plumbers, and sheet metal workers'
apprenticeship programs, the writer at random interviewed three white
journeymen who had gone the apprenticeship route to learn their trades
O
and also four white apprentices. Of these seven, three learned about
the apprenticeship program from friends, two obtained initial informa¬
tion from relatives who were, or had been, craftmen, one learned about
the program from his high school counselor, and one received initial
information from having worked in another sector of his trade. By in
large, the whites felt that the unions are doing everything that they
can to get blacks into the programs, but that blacks just don't seem to
want apprenticeships. Several of the whites mentioned that blacks are
not admitted to apprenticeship programs because they do not do well on
qualifying tests. Three of the craftsmen suggested that the effects
of past educational discrimination is a major factor for the paucity of
blacks in these programs.
^Reginald L. Howell, private interview held with Urban League
Recruiter, Atlanta, Ga., March 3, 1972.
^Atlanta Electricians', Plumbers', and Sheet Metal Workers' Unions,
Atlanta, Ga., interviews with three journeymen and four apprentices,
April 5, 1972.
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Of the three black craftraen interviewed, two were electrical
journeymen and one was a plumbing apprentice.^ The Urban League,
through its Labor Education Advancement Program, was largely responsible
for preparing the black apprentice for his position. The two journey¬
men were products of vocational schools. These craftmen unanimously
felt that racial discrimination, the lack of information about appren¬
ticeship openings, and the desire to get a job paying higher wages
immediately have caused many blacks with potential to turn to other
sources of employment.
Black youngsters attempting to enter the electricians', plumbers',
and sheet metal workers' apprenticeship programs during the past decade
were for the most part barred by the tests used to select apprentices.
Although it is not the writer's purpose to appraise either the validity
of the test or the reasonableness of the qualifications and standards
imposed by the unions, because of its importance to black participation
in apprenticeship programs the writer sought some answers to the ques¬
tion of the fairness of the tests given.
From 1960 to 1970 the joint apprenticeship committees for each
of the three trades required that an applicant take and pass an apti¬
tude test, a mathematics test, and an oral interview. An obvious cri¬
ticism against the oral interview is that this gives the joint appren¬
ticeship committee the opportunity to discriminate against the interviewee
if the committee is biased against the black apprentice applicant. On the
^Lockheed Aircraft Corporation, Marietta, Ga., interviews with two
black electricians, April 13, 1972, Local 72 of the Plumbers and Steam-
fitters' Union, Atlanta, Ga., interview with one black apprentice, April 13,
1972.
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other hand, an argument in favor of the importance of the oral inter¬
view is that many attributes which indicate probability of successfully
completing a program can be determined only by oral interviews. The evi¬
dence from 1960 to 1970 shows that no blacks failed the oral interview
if they got that far in the selection process. However, as shown in
Chapter III, few blacks reached the oral interview phase of the selection
process. A majority of the blacks who took the aptitude test made a pass¬
ing score, so there does not appear to be a serious problem in this area.
The problem area appears to have been with the mathematics test. Blacks
scored poorly on the mathematics tests for all three apprenticeship pro¬
grams. These tests were not locally designed but were national standard¬
ized tests for apprenticeship applicants. However, this does not elimi¬
nate the possibility that these tests were in fact devices used to screen
blacks out. Constant pressure from civil rights groups calling for ap¬
prenticeship committes to prove that the mathematics tests were not
artificial barriers to entry into apprenticeship programs led the com¬
mittees for the three programs being studied to discontinue this part
of the examination in 1970,
Although the evidence is far from conclusive, the writer is per¬
suaded that fairly administered tests are not insurmountable obstacles
to the entry of blacks into the programs. The experience of the Urban
League's Labor Education Advancement Program (LEAP) suggests that with
proper selection and tutoring, blacks can perform as well as whites on
the apprenticeship selection tests. However, without this preparation
blacks have not done as well as whites on these tests.
CHAPTER V
MEASURES TO INCREASE THE NUMBER OF BLACK APPRENTICES
It is apparent from the preceding chapter that antidiscrimination
policies will have to be supplemented with other policies such as recruit¬
ment, counseling, and sometimes remedial tutoring programs, if progress is
to be made in increasing the number of black apprentices in the electricians',
plumbers', and sheet metal workers' programs. The first part of this section
deals with various antidiscrimination measures and the last part deals with
programs designed to increase the supply of applicants in the Atlanta area.
Some form of antidiscrimination provision in federal government
contracts has existed since President Roosevelt's Fair Employment Practice
Committee (FEPC) was set up during World War II. This committee did not,
however, pay much attention to the apprenticeship question until 1961,
when Secretary of Labor Arthur Goldberg announced that all federal con¬
tractors would thereafter be required to include a specific nondiscrimi¬
nation clause in their apprenticeship standards.^
In response to ^resident Kennedy's instructions in 1963, Secretary
of Labor W. Willard Wirtz approved new standards which provided that
apprentices must be selected on a nondiscriminatory basis. These regu¬
lations, Title 29 Part 30 of the Federal Register, became effective
^Marshall and Briggs, p. 197.
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January 17, 1964, and provided that all apprenticeship programs regis¬
tered on or before that date had to meet the following requirements:^
1. The selection of apprentices on the basis of qualifi¬
cation alone in accordance with objective standards
which permit review after full and fair opportunity for
application, unless the selections otherwise made would
themselves demonstrate that there is equality of oppor¬
tunity.
2. The taking of whatever steps are necessary, in acting
upon application lists developed prior to this time,
to remove the effects of previous practices under which
discriminatory patterns of employment may have resulted.
3. Nondiscrimination in all phases of apprenticeship and
employment during apprenticeship after selections are
made.
Selection on the basis of 'qualifications alone' means, according
to Title 29 Part 30 of the Federal Register, that apprentices must be
chosen solely on the basis of qualifications, which may be determined
by such means as fair aptitude tests, school diplomas, age requirements,
occupationally essential physical requirements, fair interviews, school
grades, and previous work experience.'^ 'Objective standards' mean that
questions of discrimination can be fairly adjudicated . . . Require¬
ments must be established and disseminated publicly prior to selection.3
In order to permit review of objective standards. Title 29 Part 30
requires the keeping of adequate records of the selection process which
must be made available to the BAT on request. The records must be re¬
tained for a period of at least two years.
lU. S, Department of Labor, Title 29 Part 30 - Non-Discrimination
in Apprenticeship and Training (Washington. D.C.: Government Printing




The Secretary's regulations also provided that there shall be
no discrimination in the operation of apprenticeship programs. This
means that there can be no discrimination in such things as job assign¬
ment, promotion, layoff or termination, rates of pay or other forms of
compensation and condition of work. In addition, all registered pro¬
grams are required by Title 29 Part 30 to contain formal nondiscrimi¬
nation provisions.
Programs registered after January 17, 1964, must also select
apprentice on the basis of qualifications in accordance with objective
standards, however, these newer programs do not have the option of
demonstrating nondiscrimination by the selection made from existing
apprentices. Instead, these programs must use objective standards alone
as the sole standards for selection.^ In addition, these federal appren¬
ticeship regulations require the BAT to undertake a systematic field
review of existing federally registered programs, inform program sponsors
of the equal opportunity standards, encourage their adoption and take
appropriate action regarding programs which do not adopt and operate in
accordance with the standards. After efforts at conciliation and pro¬
visions for a hearing, the administrator of the BAT is authorized by
Title 29 Part 30 to render a final decision in writing based on the file
or the record as the case may be. If the decision is that the program
is in nonconformity and that satisfactory action to achieve conformity
2
has not been undertaken, the program shall be deregistered.
^Ibid. , p. 2.
^Ibid. , p. 3.
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Although there was some resistance to the standards, the Atlanta
electrical, plumbing, and sheet metal work apprenticeship sponsors com¬
plied with these regulations. It would have been surprising if they had
not complied because it was possible to be in compliance and continue to
bar blacks from apprenticeships through the use of selection procedures.
For example, the Labor Department insisted that the selection procedures
be objective, but it left the determination of qualifications and the
content of the tests and their interpretation to the joint apprenticeship
committees. In addition, for all practical purposes, apprenticeship
sponsors were able to comply with the standards simply by giving a formal
notice of their intentions to do so.
Several years of experience with these regulations showed that
employment opportunity was not made equal merely because apprenticeship
sponsors resolved not to discriminate. It is apparent that employment
opportunity in the Atlanta electricians', plumbers', and sheet metal
workers' apprenticeship programs was not equal for the black youngster
who did not know about it, or who was not educated to take advantage
of it, or who did not know how to make himself eligible for selection.
Since black youngsters did not know about apprenticeship programs, there
hardly was equal employment opportunity. Title 29 Part 30 was revised
in 1971 to include the concept of 'affirmative action.'
Affirmative action is not mere passive nondiscrimination. It in¬
cludes procedures, methods and program for the identification, positive
recruitment, training, and motivation of present and potential minority
group apprentices. It is action which will equalize opportunity in
apprenticeship so as to allow full utilization of minority group manpower
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potential. The overall result to be sought is equal opportunity in
apprenticeship for all individuals participating in or seeking entrance
to the Nation's labor force.
According to the revised standards, an acceptable affirmative
action plan must include adequate provisions for outreach and positive
recruitment that would reasonably be expected to increase minority parti¬
cipation in apprenticeship by expanding the opportunity of minority per¬
sons to become eligible for apprenticeship selection. In order to meet
their obligations, the Atlanta electrical, plumbing, and sheet metal work
apprenticeship sponsors have to undertake a significant number of appropri¬
ate activities. For one thing the three sponsors must:^
1. participate in annual workshops conducted by employment
service agencies for the purpose of familiarizing school
employment service, and other appropriate personnel with
the apprenticeship system and current opportunities therein;
2. cooperate with local school boards and vocational education
systems to develop programs for preparing students to meet
the standards and criteria required to qualify for entry
into apprenticeship programs;
3. utilize journeymen to assist in the implementation of the
sponsor's affirmative action program;
4. admit to apprenticeship persons whose age exceeds the
maximum age for admission to the program, where such action
is necessary to assist the sponsor in achieving its affirma¬
tive action obligations;
5. disseminate information concerning the nature of apprentice¬
ship, availability of apprenticeship opportunities, sources
of apprenticeship applications, and the equal opportunity
policy of the sponsor to community organizations which can
effectively reach minority groups, and to newspapers which
are circulated in the minority community.
^U.S. Department of Labor, Federal Register: Equal Employment
Opportunity in Apprenticeship and Training. 36(68) Part II (April 8,
1971), pp. 6811-6812.
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Because the electrical, plumbing, and sheet metal work apprentice¬
ship sponsors in Atlanta have underutilized minorities in their crafts,
they must include in their affirmative action plans percentage goals and
timetables for the selection of minority applicants. These goals and
1
timetables are based on an analysis of at least the following factors:
1. the minority population of the labor market area in which
the program sponsor operates;
2. the size of the minority labor force in the program sponsor's
labor market area;
3. the percentage of minority participation as apprentices in
the particular craft as compared with the percentage of
minorities in the labor force in the program sponsor's
labor market area;
4. the percentage of minority participation as journeymen
employed by the employer participating in the program as
compared with the percentage of minorities in the sponsor's
labor market area and the extent to which the sponsor
should be expected to correct any deficiencies through the
achievement of goals and timetablec for the selection of
apprentices;
5. the general availability of minorities with present or
potential capacity for apprenticeship in the program
sponsor's labor market area.
Compliance with these requirements is determined by whether the
sponsor meets its goals within its timetable, or failing that, whether
it has made good faith efforts to meet its goals and timetables. Its
'good faith efforts' is judged by whether it is following its affirma¬
tive action program and attempting to make it work, including evalu¬
ation and changes in its program where necessary to obtain the maximum
effectiveness toward the attainment of its goals.
^Ibid.. p. 6812.
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In addition to the development of a written affirmative action
plan, the three apprenticeship sponsors must see to it that their apti¬
tude test scores be directly related to job performance, as shown by
significant statistical and practical relationships between the score
on the aptitude tests, and the score required for admission to the eli¬
gibility list, and performance in the apprenticeship program.
The three local sponsors must also limit the oral interviews to
only such objective questions as may be required to determine the fitness
of applicants to enter the apprenticeship program, but must not include
questions relating to qualifications previously determined in gaining
entrance to the eligibility list. The interviewer is required to record
his questions, the general nature of answers, and he must prepare a sum¬
mary of any conclusions. Applicants rejected on the basis of an oral
interview has to be given a written statement of such rejection, the
reasons behind the rejection, and the appeal rights available to the
applicant.
Any apprentice or applicant for apprenticeship who believes that
he has been discriminated against on the basis of race, or for other
factors such as color, religion, national origin or sex, with regard to
apprenticeship, may, by himself or an authorized representative, file
a complaint with the Department of Labor or with the private review
body established by the sponsors. The complaint must be in writing
and must be signed by the complainant. It must include the name,
address, and telephone number of the person allegedly discriminated
against, the sponsor involved, and a brief description of the circum¬
stances of the failure to apply the equal opportunity standards.
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The complaint must be filed not later than 90 days from the date
of the alleged discrimination of specified failure to follow the equal
opportunity standards; and, in the case of complaints filed directly
with review bodies designated by the program sponsor to review such
complaints, any referral of such complaint by the complainant to the
Department of Labor must occur within the time limitation stated above
or 30 days from the final decision of such review body, whichever is
later.
When a complaint has not been resolved by the review body within
90 days or where, despite satisfactory resolution of the particular
complaint by the review body, there is evidence that equal opportunity
practices of the apprenticeship program are not in accordance with the
standards, the Department may conduct such compliance review as found
necessary, and will take all necessary steps to resolve the complaint.
Where the Department of Labor, as a result of a compliance review
or other reason, determines that there is reasonable cause to believe
that and apprenticeship program is not operating in accordance with
the revised regulations, and voluntary corrective action has not been
taken by the program sponsor, the Department of Labor can institute
proceedings to deregister the program or it can refer the matter to the
Attorney General with recommendations for the institution of a court
action by the Attorney General under Title VI of the Civil Rights Act
of 1964.1
On March 31, April 1 and 2, 1972 public hearings were conducted
by representatives of the Department of Labor in Atlanta. These hearings
llbid.. p. 6815.
5A
were held to determine what action needed to be taken to insure equal
employment in the construction industry in Atlanta. Testimony was
heard and data was given on: (1) the extent of minority group parti¬
cipation in the construction trades as journeymen, apprentices, trainees
and helpers; (2) the effectiveness of employee recruitment methods;
(3) the availability of qualified and qualifiable minority group per¬
sons for employment in each construction trade; (4) the effectiveness
of existing training programs in the area; (5) the number of additional
workers that could be absorbed into each trade without displacing present
employees, including consideration of present employee shortages, pro¬
jected growth of the trade, projected employee turnover; (6) the avail¬
ability and utilization of minority contractors on federally-involved
contracts; (7) the desirability and extent of possible federal action
to ensure equal employment opportunity in the construction trades and
(8) recommendations of governmental compliance agencies active in the
Atlanta, Georgia area.
During the course of the hearing it was brought out that there
will be 3,000 new job opportunities in the construction trades in the
Atlanta area through 1975.^ The annual percentages of new job openings
in electricians, plumbers, and sheet metal work crafts from 1971 through
1975 was calculated to be 7.2 per cent, 6.6 per cent and 9.6 per cent
respectively.^ On the basis of these findings, it has been estimated
that approximately 5,000 minority persons are presently available to
^Office of Federal Contract Compliance, p. 13.
^Ibid.. pp. 13-14.
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fill such jobs, many of whom possess some degree of training.^ Futhermore:
With the anticipated increase in those who should be available
over the next four years, it appears that more than sufficient
numbers of minority workers will be available to effectively
fill new and vacated construction trade positions.2
As a result of the above findings and since some trades evidence
a significant underutilization of minority employees, a federal antibias
plan was imposed on those crafts in Atlanta that have very little minority
representation. This plan commonly referred to as the 'Atlanta Plan' set
percentage goals and timetables for the improvement of minority employ¬
ment in the electricians, plumbing, sheet metal work and other skilled
trades with few minorities.
Based upon the fact that the minority population in the Atlanta
area is approximately 22.5 per cent of the total population, upon the
fact that the minority unemplo5mient rate in the Atlanta area is greater
than double that of non-minority employment, upon the fact that there
exists substantial minority underemployment in the area, and upon the
further fact that significant and effective training programs exist
(one being the apprenticeship programs), Labor Department representatives
have taken a stand that in filling new and vacant jobs, effective affirm¬
ative action efforts should produce at least one minority applicant for
each non-minority applicant for effective construction employment.
Furthermore, Labor officials have pointed out that by establishing ranges
which anticipate good faith efforts by construction contractors to fill new




June 1975, contractors may recruit from available minority manpower
without displacing any existing craftsmen and without discriminating
against any non-minority applicant for employment.^
As a consequence of the Department of Labor's position on equal
employment opportunity, several crafts within the Atlanta area were
obligated to establish goals through 1975 for the employment of minori¬
ties. The following ranges have been established as the standards for




RANGE OF MINORITY GROUP EMPLOYMENT UNTIL JUNE 30, 1972
Trade Minority Percentage Range
Electricians 7.1% - 10.9%
Plumbers 4.9% - 8.2%
Sheet Metal Work 4.8% - 9.6%




RANGE OF MINORITY GROUP EMPLOYMENT UNTIL JUNE 30, 1973
Trade Minority Percentage Range
Electricians 7.7% - 11.3%
Plumbers 8.2% - 11.5%
Sheet Metal Work 9.6% - 14.5%




RANGE OF MINORITY GROUP EMPLOYMENT UNTIL JUNE 30, 1974










RANGE OF MINORITY GROUP EMPLOYMENT UNTIL JUNE 30, 1975
Trade Minority Percentage Range
Electricians 14.97, - 18.5%
Plumbers 14.8% - 18.1%
Sheet Metal Work 19.2% - 24.07,
*Ibid.
The electrical, plumbing, and sheet metal work contractors must
commit themselves to meeting the above ranges if they wish to bid on
federal or federally-assisted construction projects whose estimated cost
exceeds $500,000.00. If either contractor refuses to adopt these ranges,
it will be deemed a non-responsive bidder and will not be awarded the
contract or subcontract. Of course an advisory committee consisting of
members of the contractors association, unions, and minority community
will periodically review the effectiveness of these regulations and make
advisory recommendations to the Department of Labor in this regard.
58
Although the Atlanta Plan directly affects contractors and sub¬
contractors, unions are also affected. Since the contractors and sub¬
contractors rely on construction craft unions as their prime or sole
labor source, the unions must now begin to supply contractors with
more minority apprentices as well as journeymen. Thus apprenticeship
sponsors, such as the three being studied must intensify their efforts
to bring black youngsters into their program as a source of minority
manpower which can be referred to the would be bidding contractor.
The nucleus about which almost all activity for recruiting,
preparing, and referring blacks for apprenticeship opening in the City
of Atlanta has been the Atlanta Urban League's Labor Education Advance¬
ment Program (LE.4P). During the mid-1960's it became apparent to local
civil rights officials in general that they had no way to fill vacancies
in apprenticeship programs even if they were made accessible to blacks.
As a result, the Atlanta Urban League through funds provided by the
Department of Labor, established LEAP in 1967. In order for LEAP to
become an effective program it was necessary for the program to deter¬
mine the unions' admission standards. Thus, LEAP decided to begin its
work by gathering information for a guide to the entry requirements of
Atlanta apprenticeship programs. Upon completion the guide listed
openings for apprentices and told exactly where and how to apply
and-most important-what qualifications were prerequisites for appli¬
cation. Since many blacks from the low income areas in the city know
what a carpenter is but have no idea what a sheet metal worker does and
therefore would never apply to one of these unknown trades, each trade
listed was carefully explained so that the reader would know exactly
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what the trade did.
Recruitment, tutoring, and placement have been the cornerstone of
leap's efforts. From 1967 to this writing LEAP has recruited over 325
black youngsters and tutored and placed 286 of these recruits in construc¬
tion apprenticeship programs.^ LEAP has also been relatively successful in
having the blacks recruited and tutored for the electricians', plumbers',
and sheet metal workers' programs indentured into these apprenticeship
programs. Since 1967 LEAP has placed nine of their ten black electrical
apprentice applicants, all eleven of their black plumbing applicants, and
9
four of the six black sheet metal work applicants. Most of these have been
indentured since 1970.
Although LEAP has been more successful than any other approach to
this problem, it remains to be seen if it can cause the kind of changes
in the Atlanta area that replaces institutionalized discrimination with
institutionalized equal opportunity. So far, however, LEAP has demonstrated
the importance of a comprehensive approach which recruits and prepares
black youngsters for apprenticeship programs. Moreover, this approach
also has demonstrated its effectiveness in getting blacks into jobs out¬





There is no question whatever that the elimination of discrimina¬
tion in the Atlanta electrical, plumbing, and sheet metal work appren¬
ticeship programs, as well as other 'skilled' apprenticeship programs,
is a valuable and necessary social objective. The three apprenticeship
sponsors would benefit from including blacks in their programs to the
extent that more qualified blacks would be admitted than unqualified whites.
The three unions would benefit from nondiscrimination policies, not only
by removing a moral stigma from which they have suffered, but also because
such policies could improve productivity and give them greater control over
their jurisdictions. A policy of racial integration also would make it
possible for many unions to strengthen their bargaining positions by tak¬
ing in potential competitors who have been forced to work under nonunion
conditions.
A nondiscrimination policy is beneficial to the employer because it
relieves him of pressures from government contracting agencies and threats
of civil rights demonstrations. Moreover, employers benefit to the extent
that they are able to acquire a more dependable supply of productive workers.
Although racial discrimination continues to be an important problem,
the writer feels that its relative importance has declined in recent years
and that measures to recruit, train, and counsel qualified applicants
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currently are much more important. This belief is based on the fact that
an array of antidiscrimination policies, which have done much to increase
the demand for black workers by changing the thinking of apprenticeship
sponsors about the necessity of admitting qualified black youngsters, have
done relatively little on the supply side to get blacks into apprentice¬
ship programs.
The writer does not mean to imply that the black youngster has an
equal opportunity to get into an apprenticeship program, because he suf¬
fers several handicaps other than current discrimination by apprenticeship
sponsors. For example, the writer does not believe that the black young¬
ster has an equal chance of learning about the three apprenticeships of
this study, of being motivated to try to enter these programs, of meeting
the qualifications, or perhaps, of successfully completing these programs.
In addition, the writer does not wish to imply that the 'objective stand¬
ards' imposed by the three sponsors are not racially motivated. But the
writer believes that these barriers can most effectively be overcome if
greater emphasis is placed on the supply of qualified black applicants.
If a supply of qualified applicants are generated and continue to be
barred from the three programs, public policy might have to devote more
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